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4. The projection for Fiscal Year 1970 is not yet
firm but is expected to be about the same as for Fiscal
Year 1969.
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" mented, would gerve néither the best intorests of the Agency nor

the type of work to which he or she 1s best suited, taldng into
i -account the Agency s needs as a whole,

much less likely to match the man to the job for which he is best

»"-.»,: shared by the three CS officers who are assigned to the Career
,"Tz:aiamg Sta,ff .

o {‘j gram‘s selactwn a.nd tx'a.ﬁ.ning techndqu@a have provided the CS with

.9‘.
°

2 August 1968 |
| “MEMORANDUM Fom Dz‘.rec&or of Ta’ninlng LT e
?-':_:SUB»JEC'I ) iy DDP'B "Propomal to Augment Selecﬁon <. " r- L
S L Smndards fon' CTQ" _ e

1. This 'mem‘o_xaxidum fe submitted in reebonao to youé
request for comments on the Subject Proposal,

2, It is my-.considered opinion that this proposal, if imples

- of the Clandestine Services itsclf, If the CS is authorized to make
inde pendent selection of junior professionals for the Career Traine | -~
ing Program, which would be the pxactical effect of this proposal, "-:j -
. other Directorates may well follow suit, and justifiably so. Such S
- £ragmentation of the selection process would destroy the a.dm.xttcoly
" successful formula of this Program, i.e., the integration of caree “-,:. ;L
 ful seclection, training, and constant evaluation over many months :
"by professional intelligence officers to assure that a promising ’
individual's talents are identified, dcveloped and then applied in

x.

k In our experience, pre-sclection of candidates for assigae
.- ment to a. given Diréctorate, and even more s0 $0 a given job, is
- suited than is the system which this Program painstakingly has
‘evolved in cooperation with the Directorates. This view is fully -~ . 7]

Implicit in this ‘proposal is a c;ertain dissatisfaction with ° ~
,i:b,e C’I’P solection process. ¥Yet, for seventeen years, this Pro-

-

.- ' Eulu’ea‘i'ud : I
S‘LGL!}‘T .:..' f-'k'u?n'“;ﬁm; - :

. Cestasaitinnoy : -
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- notcd above, there are threo CS officers assigned to this Staff; also

. Glebe. "After an experiment which lasted scveral months, each CS
- application were lighly professional in accomplishing CS purposca,

.Once satisfied, CS enthuslasm for the procedure waned, senlor officers
':'-.‘_'becfa,m'o less and less ava.ilablc, and the experiment lapsed.

- man, concluded that the best time for evaluating a CT candidate for a

- coiceptwn 28 to the usefulncss of the rosults of Paxt 1 of the professional .
17 test battery in making selection of candidates, As preseatly projected, .

as well as for the other Dircctoratos, This Staff hag been as dls-
criminating in its scleoctions as CS quotan for CTas have allowed it to-
_ bo and at this timo of reduced quotas ie applying criteria which are

“ serious risk in the present DDP proposal is that a prematurc, one-time -
" snap judgment may. -deny emp10ymcnt to a significant number of applicants -
" who, in the experience of this Staff, reveal within the training cycle a

. wealth of hitherto latent talent, On the opposite s8ide of the coin, an appue
. cant sclected solely by the C3, if subscquently washed out ia his quest ‘

‘jf-' elsewhere in the Agency. One of the mozrs useful tools of the CT Stalf ..
. " is to measure a ca.ndxdate s possible versatility in terms of the Agency's
.-nmeeds 28 a whole, This resource would be abseat fa any CS unila:eral
5ele‘=,tion procedurea Co
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a .gqrscrntlon of junior dfficora who, in overwhelming percentage,
have been judged by thelr supcriére to be highly auccensful, As

assigned to tho Staff are threo OTR officers who have experience in

clandestine fiold operations, Given articulate guldance by the C3,
the CT Staff doos an effective job of sclecting candidates for the CS

at least cqual to thoae auggcsted in DDP'@ memorandum;

5.,, “Thie proposal’ ﬁn not without precedent, Secking more
direct CS participation in the CT sclection process, tho DDP in 1965 -
dirccted his division a.nd staff chicfo, their deputics, and other scnio®
officers to take turns in participating daily in CTP intcrviews at 1000

officer lcft with the conviction that the CTP sclection critezia and thelr

6 You will recall that last year, aftor considerable soul-scarche
ing and expenmentatzon@ the CS CT Selection Board, through its Chaire

careex in the CS is upon completion of his operational training when a
more valid judgment of the candidate’s suitability can be made. A very

for an operational career, may not bave residual talents for assignment

7. There is also a weakness in the proposal arising {rom a mis-
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the resultsiof Part I (fleld tosting) will not'be directly relevant in

‘ helping to evaluate an applicant's personality, attitudea, political

. .intcrests, and cultural knowledge =- all of which werd cited rccently
by scnior CS officers as among the vital cloments a CS "headhunter"
should posscss, CTP already has objocted strengly to the proposed
testing plan, as youw know, on the grounds that the rosults of Part II,
to be taken at Hcadquartcra@ will become available zome three weeks

following the interviews m which thoy could have proved moast means
1ngfu1 _
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‘ 8.  One point must ba‘-.concede&, Beginning in FY 1965, ac a L
. - result of strong pressures from a number of sources, OTR and CTP ’
- were prevailed upon to expand the size of the Program. The CS quota e
AU was established at 90 CTs annually, and for FY 1968 was raised to .
140 annually to implement the spacial China Program, Assurances
N were offered all around that this step could be’ accomplished without .
an apprc».za‘ble drop in the caliber of CTs or their training. But the
. fact of the miatter is that from 1965 until the receat cutback in the
" Program, CTP had to accept a number of marginal candidates in ordes
- to satisfy the pressures of laxger quotas. Three yecars® experience’
. .. . with this approach has shown it to be unrealistic and specious. Evea
. . before the impact of tho BALPA Exexcise became apparent, there
were indications from all the Directorates that while large CT inputs
could be accommodated in terms of budget and ceiling, they could not
always be accommodated as in the past, in terms of satisfying jobs ox o
- offective on-the-desk devclopmento Wo are incrcasingly conscious of . -
the current budgetary limitations on hiring.new personnel and have ]
taken steps to accept only the most qualified. My concern now is that - ¢ .
~ we malintain high selcction ata.nda.rds if pressures for increased quom e
_ begin anew, r A

B R N N N

e, o

9. Whether or not one infers from DDP‘s proposal a certain
. .. -, dissatisfaction with the caliber of some of the recently-assigned CTs, . S
S0 7, the fact remains that CTP cannot operate anything more than a pedes- ’
. _trian personnel and training program when huge numbers are involved. ]
Diminishing returns inevitably set in at some point, in terms of caliber
of the candidates aceepted, 1 believe this Program ought o be estabe
;7 lished on 2 rational, ‘stable base whose numbors and selection standards ..!.,
7.7 . do'not ebb'and flow in relation to the size of the budgetary ple. I belicva P
. tha.t tho Agency cughs 20 make a’ cleax‘ detarminauon &ba‘: &M@ Progra.m‘ '

6 .
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‘been tha case in tho last throe years and it hae not always been the ‘
C ”mrginal" CT who has been malgncd to the job without challenge,

'j:a‘ ©' - factors arc involved, a falr number of which are prorogatives of come

. ponents othor than OTR. But in our opinion the point of dimiaishing

of what scemas to bo a rolatively greater ¢mphasis on budgcetary and celle -
~ . ing projoctions. - Budgetary and other currcnt considerations ia the CS @ 7

: ?‘.-’,'f". ‘:;‘~,-: that we are to maiatain high sclection and training ar.anda:do, I would | }’

.:',__g;_;;msjdé.g@afqy, R LA A . ' T
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purposo‘s‘mould bo to aclcct hiyhly qualificd junlor profcszionals who,
. while cortainly not an elito corps, .should have open to them job oppore
tunitlies commensurate with their ability levela, Such has not alwaya e

10. There 15 not a aimpllutic angwer to this problem for many ° . '

. returns bhas been roached whoen wo epdeavor to recrult more than ape

+. proximately 75 CTs annually for the CS, 40 for the Directorate of
~ Intclligence, and 20 for tho Support Sorvices., Tho idca that this chould
- be a sclective Program has boen eclipsed to a considerable extent becausg -

obviously are such that for the foresceable future we will be opcrating ":;
at an cven lower lovel on behalf of that componcnt, Assumiag, however,

. ~hopo tha,t any future pressuros for operating levels higher than those
indicated above could be resisted successfully, Even now CTP is cone
. -vinced that the present quotas for DD/I and DD/S, 55 and 30 reapectivcly.
Ll are uaxca.list;cally high and ought to be roduced, .- )
11, ’Ehe‘t\vo da.ngcrz specificd in thie memorandum - {ragmene ~~; ‘l
.. -tation of scloction and ovexsized level of operatioa se could very casily .
.. undermine the expcrtme dnd resources developed by this Program over ...
2 long period of time and to considerablo degrge ¢radicate what evea . : 7
the Bureau of tha Budget redazda as one of ﬁw msa ciﬁecﬁve prozrama B
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25 JAN 1968
5X1 - . MEMORANDUM FOR:.
VIA Cos Direcfor of Training

'SUBJECT   \§_ Extension of Tour

1. Thisxis>to advise you an extension of your
assignment to the Office of Training until your
scheduled retirement date of 30‘June 1969 has been
. approved. |

2. Thé_Clandestine Services abpreciates your
-excellent'performahce’in yéur currént assignment

and wishes you continuing success.

DbP7OP

3, _58:{30035-8

A. : .A'pp'lrove.dil;"‘ér Rele%a's_e Z'OS;EQ}E&EFEA-RDPIM'C :
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VAL : " Divector of Truining
CSURSECT . 3 Extension of Tour

1. Tis 1s to edvise thab your"Caxcer éervice hiag trpa:cved yoo
m::ax.‘t aml the rcccmcnd‘.tion of CIR thet your aasimncnt to the Carscer
E‘rainin_, S‘taff be evx.en&d tn“cush June 1

'2. Tae,remw Directoy for Plews has a.shea we o ez:tcnd hig

;pmwia*m..., ot behals of our Service, for your i‘i ne snom.ng in theo

o= mmm,,m 2o 'of_fer_ rRohss Po nifomaing micreas,

-~ DoFoR

Distribution: Lo ~ - o
0—'189 had Addl'eSuee ' )
-D/mR . -
./l/ CTRfPers = - 0
. L= Soft File ) o
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LhDE
SECRET 5 L9 UDDG

15 August 1968

MEMORANDUM FOR: Director of Training

SUBJECT : DD/P Proposal to Augment Selection
Standards for CTs

1. The desirability of selecting for the Clandestine Services the
best qualified prospective careerists obtainable is a point on which all
elements currently involved in the selection, training, placement, and
utilization process are in full agreement, Differences arise only with
regard to the means most likely to attain this goal. The thoughts ex-
pressed herein are designed primarily to focus on this aspect of the
problem and to supplement those expressed in my memorandum to you,
dated 2 August 1968, same Subject.

2, It does not necessarily follow that an upgrading of selection
criteria calls for a major change in the selection system itself, What
is called for is a more precise articulation of selection criteria follow-
ed by a concerted effort to satisfy those criteria. For several months
prior to DD/P's proposal, the Career Training Staff has been engaged
in continuous discussion with CS representatives, primarily the Chair-
man of the CS CT Selection Board, the DD/P Training Officer, and the
CS Personnel Staff to evolve and articulate more discriminative criteria,

We believe that very constructive understanding and results have come ILLEGIE
from these discussions and that the few candidates now being selected
as prospective CS careerists in fact have qualifications which conform
closely to the criteria indicated in DD/P's proposal, We plan to con-
tinue these close consultations and if the DD/P desires to designate
other officers with whom we should consult with regard to criteria as
well as about specific candidates CTP will gladly cooperate.

3. We think, however, it is risky to condemn a system because of
a change, quantitatively speaking, in the ability of the CS to absorb CT
The recent contention by CS representatives that CTs assigned to the

Directorate in 1967 and 1968, as a group. are wanting!

T f \ Exmrnﬂ'z_ﬂ frem anfomatie
proved For Release %ﬁa@%‘i’ CIA-RDP84-00780R0CZ TOHE 3%-8
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4, It is quite true that the field recruiter has applied general
criteria in recommending CT candidates for the CS. The DD/P pro-
posal envisages that more selective criteria would be applied through
review by CS representatives at Headquarters, I submit that a better
starting point is an articulation by the CS of more discriminative, and
particularized, criteria for use by the recruiter in the field.

6. I should like to reiterate one point I made in my earlier memo-
randum. The suitability of a CT candidate for a career in the CS can
be judged, in the opinion of most experienced operations officers, only
over time much in the same way that an agent is spotted, developed and
carefully assessed over time. An officer, however experienced, who
endeavors to make a definitive judgment on the basis of file review (con-
taining PHS, partial test results, and academic record) or following the
interview of an applicant risks a relatively higher probability of error.
Those accepted through this approach can be evaluated over time and be
eliminated if indeed they are found subsequently not to be qualified. But
for those rejected through this approach, the judgment can very easily
be premature and lose for the Agency a number of highly promising indi-
viduals whose talents, E'E'E the CS, have yet to be developed,

7. The DD/P Training Officer recently (5 August 1968) sent to the
Chief of Station |a memorandum stating that 'the DD/P is
dependent upon the judgment of the faculty | |relative to the

2
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SECRET

evaluation and impressions of the CS-oriented CT'". He stated that
"we are particularly interested in the CT's attitude, industry, intelli-
gence, resourcefulness, his personal integrity, his ability to work in
harmony with his contemporaries and his peers and his potential to
become a successful operations officer in the Clandestine Services. "
Given the fact that CTs selected as prospective CS careerists have
certain objective qualifications to begin with, the evidence of his suit-
ability for the CS in these more subjective areas cannot easily be as-~
certained except over time.

8., Itis my belief that, despite the demonstrated success of the
CTP forraula and the fact that in 1965 senior CS officers were fully
satisfied by their own personal involvement that the CT selection pro-
cess worked very successfully, steps probably will have to be taken
again to satisfy the DD/P and his staff that the system is fully respon-
sive to CS needs and interests.

9. Consequently, I would propose that members of the CT Staff
and those CS officers designated by the DD/P meet together for the
purpose of becoming mutually informed about selection criteria, appli-
cant processing, selection methodology, the training program, evalu-
ation techniques, salary and promotion factors, cover and security
considerations. Subsequently, CTP would refer to the CS representa-
tives, preferably by personal consultation, the files of applicants who,
in the preliminary judgment of the CT Staff, are possible CS prospects.
Given the fact that the applicant file flow is a continual process and that
expeditious handling is important, such referrals would have to be on a
regular, sometimes daily basis, The separation of the two staffs, one
at Headquarters and the other at 1000 Glebe, is impractical but would
have to be surmounted,

o e —

10. If judged suitable for further processing, the applicant would be
invited to Headquarters for interviews and other processing, subject to
the issuance of invitee clearances by the Offices of Security and Medical
Services. An increasingly complicated and dispersed Headquarters pro-
cessing would become even more so with the addition of a CS interview
and make more imperative tight scheduling and promptness in handling
the applicant. The applicant we seek typically is either employed, is in
military service, or is enrolled in a university, Extended absence fre-
quently is impracticable; we have to be able to schedule a visit at his
convenience and, again, since the applicant flow is continual, the avail-
ability of interviewers must be constant, sometimes on short notice.
Most applicant visits, however, are scheduled at least two weeks in
advance,

SECRET
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11, I would propose that on his first of two trips to Headquarters,
the applicant be scheduled for a two-day visit, the first of which would
be devoted to CTP briefing and interviews. These require six hours on
the average, including lunch hour, and I believe would continue to be
necessary in order to determine whether or not the applicant, indeed,
is CTP-qualified in general and is, in fact, a CS prospect in particular,
These interviews presently are conducted at 1000 Glebe, but if they
could be relocated to the Headquarters Building reasonably immediate
consultation and participation by CS representatives would be possible.
Otherwise, practical considerations dictate that the CS interview would
have to be delayed until the afternoon of the second day, the morning of
which would be devoted to the second half of the professional test battery.
I think it is important that a member of the CT Staff participate with the
CS interviewers to clarify any matters pertaining to training, salary,
and admiaistrative factors that so frequently are raised by applicants.

12. Under this procedure, all medical processing and the polygraph
interview would be deferred until the second two-day visit. In the event
the test results raise questions which should be explored further, an addi-
tional interview also could be scheduled during the second trip.

13, Impossible to overlook is the fact that when an applicant, with
limited time available, comes to Headquarters for processing, he will ILLEGIg
have to visit three different locations as matters now stand -- 1000 Glebe,
the Rosslyn complex, and the Headquarters Building, Shuttle runs betwe]
Headquarters and 1000 Glebe require 32 minutes, 70 minutes between
departure times, There is no shuttle service between Rosslyn and 1000
Glebe, A significant amount of time thus is lost in traveling from one
location to another,

14, The procedure described above in oversimplified terms appears
to be a reasonable arrangement which should satisfy the present purposes
of the CS., But it contains some not so obvious pitfalls which are nonethe-
less real. The first, as already mepntioned, is premature rejection of an
individual due to limited availability{data and limited context for proper
evaluation. The second is that pre-determined selection of CS candidates
virtually negates the entire selection, evaluation/counseling, and place-
ment expertise of the CT Staff, Its only remaining function with regard
to CS-bound CTs is to service their administrative needs and to stand by
as a disposal squad in the event a CT falls flat on his face. In reality,
the CS representatives will have selected and presumably determined the
assignment of CTs, placed them in training slots, but will not have respon-
sibility for day-to-day management of them or for their re-direction or
termination if that should become necessary.

D IS
Approved For Release 20 E%FEA-RDPSLOO?SOROOM00130035-8




15, A third factor is that the group of CS officers on the Personnel ILLEGIE
Management Committee -- those apparently designated for this function
-- will have to approach the selection problem in very much the same way
as the three experienced CS officers presently assigned to the CT Staff,

i, e, from written requirements produced by the operating elements of the
CS. Under these circumstances, I fail to see how their involvement really
contributes anything positive to the process.

16, CTP's experience with panel interviewing indicates that this is
less efficacious than a one-to-one interview situation. Facing a new and
somewhat imposing setting yet denied the opportunity to relate on an indi-
vidual basis, an applicant tends not to be natural and becomes relatively
reticent, An accurate perception of the individual is made difficult under
these circumstances,

17. A major implication of the DD/P's proposal is that the training ILLEGIH
program could not realistically continue on present terms. It is structured
in such a way that the early portions probe the individual for strengths and
weaknesses before a determination is made as to which component of the
Agency is his most appropriate outlet, only after which is he trained in the
skills needed by that component. Pre-determination of CS prospects,
whether accurate or erroneous, makes this procedure superfluous, If
erroneous, it does make the disposal problem more serious. Moreover,
a given CT Class cannot long sustain discrimination of treatment among
its members, between those whose area of assignment is already deter-
mined and those for whom it is not, Major morale and handling problems
would inevitably arise from such a situation, at least until such time as the
other Directorates also pre-select their candidates,

18, Even with regard to the operational training phase, experienced
operations officers who are assigned as instructors at | |have 25X1
commented that a trainee who already knows his assignment pays less
attention and trains less well in matters which he thinks do not relate
directly to his anticipated assignment. The reality of this phenomenon 7
is at cross purposes with recent CS emphasis on the preparation of a ILLEGIE
rounded operations officer for a comprehensive career in the CS,

5
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20. Having reviewed the DD/P proposal and given it careful
thought, it still is not clear to me just what DD/P believes is so
seriously wrong with the CTP selection technique that an alternative
or supplementary procedure seems necessary. I remain convinced
that the greater needs right now are for more precise articulation of
personnel requirements by the CS and better post-training develop-
ment and management of the CT,

Chief, Career Training Program

6

WAl E
Approved For Release 200%@\%% -RDP84-00780R003100130035-8




K Appf‘oved For Release 2003/04/29 CIA-RDP84- 00780R003100130035 8

R bECRET o 12 A6 T,

"

Notes for Discussion with Mr. Richardson

, 1. We are not putting into question the performance

- of the CT Program for the years preceding 1967. We believe

‘it successfully met the problems of the times under criteria )
. acceptable to the CS. Now the situation has changed. We are. .
* attempting to adjust to the change through a more particularized

selection of recruits geared to the projected needs af the
‘Service as we see them in the 1970's. New and stricter criteria

are in order, relating specific Service requirements to_the
'1nd1vidualitymof the. persons selected to fulfill them.

P TR S T A S R S S B9 Semil

- 2. We have"completed our tentative and impressionistic
© . evaluation of .CTs graduating in 1967 and 1968. It points to
the need for the change in criteria which we propose. Each
. has been interviewed and all training and other records
examined. (Compiled data will show a minority of recruits
with usable language or high capability.for its acquisition
and a minority with useful area knowledge or vocational
experience. A limited number possess high potential for
- future success as CS operatlons officers,)

Nt o+ e e

-y N P e

3. The CT classes examined by us constitute good raw
material, but in the light of future conditions as we visualize
them they do not bring sufficient with them by way of previously
acquired qualifications,

should be made by senior officers well experienced in CS
~operations, not against a stereotype but against the personality
characteristics of each individual insofar as they are
determinable, Conditions no longer permit the recruitment
of groups of people against groups of positions. The CS
‘recruitment problem no longer has the quantitative aspects which
existed until the mid-sixties but rather is now primarily .
. concerned with qual1tative factors. p
’ N
4. Recruiters can maintain a certain adherence to .
objective factors such as
but the DDP AUST_ﬁB_In_pUSITTUﬂ‘TU‘WETgﬂ‘TﬂE“J
Lsunjectrve—ractors through interview evaluations by his own
staff, Since the CT Program after EOD "does not have the
“capability to take over emtrants which the DDP might find
«unsuitable_for service in the CS, it seems reasonable for the

.
e !

.' . ' ool
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S VQ;;DDPMtoWhavemagggss to recruits before they.come on_board,
{ Admittedly the interposal of the necessary procedure to
@ accomplish this will create some difficulties; but in the .
-"..: last analysis the excellence of the Service in future years
- will require accommodation, however difficult, td the measures.

L .- which bear the best promise of bringing about that result. i
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